Abstract: Objective -The main goal of the paper is to determine whether there are any identifiable patterns of HRM perceptions and practices when the factors recognized as the companies' competitive advantages and results of their performance outcomes are juxtaposed in conjunction with their implications for HRM.
Methodology -The research was conducted in five Central and Eastern (CE) countries. The data collected from this region is used to provide a broader comparative context (descriptive statistics) as presented in the earlier article in this volume. This second part provides a more detail correlational analyses conducted on the data coming exclusively from local subsidiaries of MNCs operating in Poland.
Findings -In Poland the higher the appraisal of the quality of workforce and the quality of management as the competitive factors at the same time, the higher the level of decentralization. The correlation analysis in the scope of particular areas of performance evaluation and the ratings of critical subfunctions of HR in Poland allow to identify some general patterns.
Value added -The research has certain theoretical significance because its results provide some knowledge about the specificity of HRM in local subsidiaries of MNCs operating CE, and particularly exemplifying some regularities within HRM appearing in Poland. Furthermore, it identifies some patterns of HRM perceptions and practices at the local level of MNCs both in CE and Poland, and especially when the factors recognized as competitive advantages of local subsidiaries and the results of performance evaluations of these subsidiaries are reported in conjunction with their implications for HRM. All this makes an empirical contribution to knowledge about SIHRM in MNCs.
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Concise Introduction
This paper is the continuation and a more precise delineation of the relationship between strategic intent and the context of MNC subsidiary operations in Poland and the pattern of practices of performance management outcomes within the Polish subsidiaries. The main goal of the paper is to fill in some research gap that has been found in the management literature. Namely, the literature review leads to the conclusion that although much research on HRM was conducted in multinational companies (MNCs) and their local subsidiaries in different countries, the contemporary characteristics of HRM as well as their potential regularities in MNCs operating in Central Europe et al., 2009; Morley et al., 2009; Brewster et al., 2010; Sahadev and Demirbag, 2010; Kshetri, 2010; Stavrou et al., 2010; Brewster et al., 2010; Mayrhofer et al., 2011; Festing and Sahakiants, 2013; Stor and Kupczyk, 2015; Chen, 2016; Stor, 2016; Koster and Wittek, 2016; Poór et al., 2017; Cooke et al., 2017; Stahl et al., 2017; Brunet-Thornton, 2017; Wilkinson and Wood, 2017) . In this context we do not know if there are any identifiable patterns of HRM perceptions and practices when the factors recognized as competitive advantages of companies and the results of the companies' performance evaluations are juxtaposed in conjunction with their implications for HRM. Hence, to fill in this research gap the authors make an attempt at identifying those patterns. For that reason, some intentionally selected problems are in the focus of interested in the empirical research. This second article in our two-part series provides an in-depth analysis (correlation statistics) of the data coming from local subsidiaries of MNCs companies operating within Poland.
Because the research is placed in the strategic international human resource management (SIHRM) research track of HRM in MNCs and on the overlap of the universalistic and contingency perspectives the article is structured as follows. The first part of our two articles consisted of a brief literature review to provide some theoretical background and explanation for the empirical study. It covered two basic research tracks of HRM in MNCs, three theoretical and research streams in international human resources management (IHRM) (e.g. : De Cieri et al., 2003; Briscoe et al., 2008; Harzing, 2010; Brewster et al. 2011; Pocztowski, 2012; Schroeder, 2010; Pocztowski, 2015; Tarique et al., 2016; Perkins, Shortland, 2006; Brewster et al., 2011; Stor, 2011) , four scientific perspectives on strategic human resources management (SHRM) (e.g.: Jackson et al., 1989; Brewster, 1995; Delery, Doty, 1996; Clegg et al., 1999 , Alcázar et al., 2003 Koen, 2005, pp. 5-15; Stor, 2011, p. 90; Stor, 2014) , and four approaches to the measurable role of HRM in the company's success (e.g.: Beer et al., 1984 Beer et al., , 2009 Schuler and Jackson, 1987; Wright et al., 1994; Arthur, 1994; Huselid, 1995; MacDuffie, 1995; Pfeffer, 1998; Guest et al., 2000; Huselid and Barnes, 2003; Ferguson and Reio, 2010; Huselid and Becker, 2011; Juchnowicz, 2010; Stor, 2011; Boudreau and Cascio, 2013; Sparrow et al., 2016; Singh et al., 2017) 
The General Outline of the International Research Project
The research findings presented in this article make a part of some bigger 
Statistical data analysis
The second subsection is devoted to some more detail analysis conducted on the data coming exclusively from the local subsidiaries of MNCs companies located in Poland. All calculations here were performed using IBM SPSS v.
22 software (SPSS Inc., Chicago, Ill., USA) with the level of significance set to alpha = .05. Kolmogorov-Smirnow test was performed to determine the normality of data distribution. Its significant results indicated that data was not normally distributed, hence non-parametric statistics were employed.
In order to examine group differences between the general business strategies (growth vs stability vs retrenchment) Chi-square tests were performed whereas in case of scale variables Kruskall-Wallis test was applied. Further, the relationships between the variables were examined by the means of Spearmans' rho correlations. To determine whether there are any observable patterns of the juxtaposition of the factors recognized as competitive advantages of companies and the results of the companies' performance evaluations Kendall's tau coefficient was interpreted.
The emerging patterns of HRM implications in local subsidiaries of MNCs in Poland
Having positioned Polish HR practices in general in comparison to four other regional neighbors, we now focus particularly on Polish HR practices with a primary emphasis on performance management practices, their correlates and antecedents.
The population that comprised this section of our report was comprised of 102 subsidiaries of MNCs operating in Poland. The companies were of different size and business profiles according to the European Classification of Business Activity. The research was conducted with the aid of paper and electronic survey questionnaires. This more detailed analysis was conducted on the data coming from these local subsidiaries of MNCs located in Poland.
Between-group differences
As said before, the analysis of between-groups differences was conducted in the research. The results are as follows:
· Business strategies vs competitive factors. We found a significant difference between the type of business strategy applied by the subsidiary and optimal size of company considered as a competitive factor, χ 2 (2)=13.1, p=.001, suggesting that company size was not considered a competitive factor among companies that reported retrenchment strategies; while it was the case in 70% of companies that followed stability strategy and in 47.2% of companies that declared growth strategy.
· Business strategies vs performance evaluation. We found that the business strategies had a significant effect on the performance of the organization in the field of profitability, H 2 =10.1, p=.007 with post-hoc comparisons showing that the only significant difference was between organizations that reported growth (M rank =56.6) and those reporting retrenchment (M rank =29.5, p=.004), wherein comparisons of both of these strategies with stability (M rank =44.1)
were not significant (p>.05). No differences were found in terms of remaining dimensions of profitability; neither for the overall performance (mean value for ratings of four dimensions).
· Business strategies vs the role of the HQ. Insignificant result of Kendall tau-b correlation (p>.05) suggests that the business strategies and the role of HR played by corporate HQ were independent from each other (no relationship).
· Business strategies vs responsibility of decisions within HRM. Kruskal-Wallis test for differences between the organization with different strategies revealed no significant differences with regard to the attribution of the responsibility within the HRM key functions (ps>.05).
· Business strategies vs critical subfunctions of HRM. Kruskal-Wallis test
for differences between the organization applying different business strategies revealed a significant differences with regard to the following critical human resources issues: between organizations that reported stability as their business strategy (M rank =66.45) and those which declared growth strategy (M rank =46.7, p=.005). Differences between these two categories of organizations and organizations that declared retrenchment strategy (M rank =63.7)
were not significant (p>.76).
· Talent management H 2 =6.1, p=.048 with pairwise comparisons suggesting that organizations that based their strategy on retrenchment rated talent management as a significantly more important issue to be faced by HR (M rank =63.7), as compared to organizations that reported stability strategy (M rank =41.5, p<.05). The differences between these two types of organizational strategies and the strategy of growth (M rank =46.7) were insignificant (p>.05).
· Business strategies vs the key competencies of HR manager. The following differences in ratings of the importance of the following HR manager key competences were found: · Business knowledge -H 2 =7.8, p=.02; significant difference was found between organizations that reported growth strategy (M rank =54.5) and organizations that reported retrenchment strategy (M rank =28.4, p=.015). Differences between these two types of organizations and the type of organizations with stability strategy (M rank =52.2) were not significant (p>.05).
· Strategic contribution -H 2 =9.8, p=.008; significant difference was found between organizations that reported growth strategy (M rank =56.6) and organizations that reported stability strategy (M rank =34.6, p=.006).
Differences between these two types of organizations and the type of organizations with retrenchment strategy (M rank =48.5) were not significant (p>.05).
· HR services -H 2 =14.4, p=.001; significant difference was found between organizations that reported growth strategy (M rank =54.5) and organizations that reported retrenchment strategy (M rank =28.4, p<.001). Differences between these two types of organizations with organizations with stability strategy M rank =52.2) turned out to be insignificant (p>.05).
· Business strategies vs directions of knowledge flows. No differences between organizations of the three types of strategies and their ratings of the importance of the knowledge flows were identified (ps>.05).
Correlational analyses
In addition to the between-group analyses some correlational analyses were conducted as well. And here are their results:
Performance correlations. Performance ratings were generally correlated (see Table 1 ), except for the relationship between profitability and environmental issues (p=.14). HRIS was moderately, negatively correlated with performance in quality of services (r s =-.20, p=.043) and performance in environmental matters (r s =-.22, p=.026). The correlations are presented in Table 2 . Performance correlations with the ratings of the knowledge flows. Knowledge flows from the subsidiary to the parent company was positively and moderately correlated with performance in quality of service (r s =.25, p=.012).
Knowledge flows within subsidiary was positively and moderately correlated with performance in service quality (r s =.23, p=.019) and overall performance (r s =.21, p=.032). These correlations are shown in Table 4 . Performance correlations with competitive factors. After applying the Kendall's tau test some patterns were observed for the following relationships between (see Table 5 ): optimal size of company and performance in profitability (r τ =.20, p=.03), financial resources and performance in profitability (r τ =.19, p=.04) and performance in service quality (r τ =.19, p=.05), production technology and performance in service quality (r τ =.27, p=.004), performance in innovation (r τ =.38, p<.001), environmental issues(r τ =.29, p=.002), and overall performance (r τ =.32, p<.001). Source: own research data.
Research Summary
To address the research problem posed in the paper it is necessary to determine what patterns of HRM perceptions and practices coexist with the factors recognized as competitive advantages of companies and with the performance self-evaluation results of these companies. Hence, referring to the accompanying research questions of more detail character seems to be useful.
The distribution of the business strategies in the CE and Polish samples is very similar: the overwhelming majority of local subsidiaries of MNCs apply growth strategies (approx. 70 %) and about one fourth of them stability strategies. In both samples most of the organizations assume that the quality of workforce makes their competitive advantage (approx.70%). But at the same time the quality of management seems to be a little more important in CE (approx. 50%) than in Poland (approx. 40%) and optimal size of company more important in Poland (49%) than in CE (44%). As about the average values of performance evaluations they gain slightly better score in all performance areas (profitability, quality of services, innovation rate, and environmental issues) in Poland than in CE. The between-group analysis over the Polish sample reveals that the business strategies had a significant effect on the performance of the organization in the field of profitability.
In · talent management the higher the rate of environmental issues.
· compensation & benefits the higher the rate of quality of services.
· employee communication the higher the rate of quality of services.
· HRIS the higher the rate of quality of services and environmental issues.
· The lower the rate of HR planning the lower the rate of profitability, innovation and overall performance.
Both in CE and Poland it is not only personal credibility but competencies connected with HR services in general that are ranked the highest as key competencies of HR manager for success. Anyway, in Poland the respondents' experience suggests that business knowledge is another competency that is strongly associated with success, whereas in CE the respondents value strategic contribution more. But more detail statistical analysis of the Polish sample leads to the conclusion that business knowledge, strategic contribution, and HR services are prevailing competencies with comparable rank in the subsidiaries applying growth strategies. Moreover, with connection to performance evaluation the following patterns appear:
· The higher the rate of:
· business knowledge the higher the rate of profitability.
· strategic contribution the higher the rate of environmental issues.
· personal credibility the higher the rate of innovation and overall performance.
· use of HRIS the higher the rate of environmental issues and overall performance.
· The lower the rate of communication in foreign languages the lower the rate of profitability.
The last identified patterns refer to performance evaluation and competitive factors. The correlation analysis results in no significant correlations between two of competitive factors, i.e. quality of workforce and quality of management, and none of the areas of performance.
Final Conclusions
These two research articles have both theoretical as well as practical significance because the combined results provide some knowledge about the specificity of HRM in local subsidiaries of MNCs operating CE, and particularly exemplifying some Hence, some further research on much bigger and comparable samples is necessary.
Certain imperfections are also visible in the scope of measurement scales that were applied, adopted terminology or identification of particular issues in the countries under study. Despite all these deficiencies mentioned above the conducted research has some cognitive value, especially that this field of knowledge and practice has been poorly recognized so far and this was confirmed in the literature review -briefly discussed at the beginning of this paper. That's why the research findings and formulated conclusions can make a linchpin for the future research. They can serve as a starting point to determine the directions of the future research. But they may also support MNCs in their HRM improvement and development.
A final (inevitable) conclusion is that we need more research on the business practices of MNCs in Central Europe in the scope of HRM. The significance of this issue will increase in the future in the context of high internalization of companies and their human resources as well as global dimension of economy. Therefore, future theoretical and empirical exploration in this scope is indispensable. It would facilitate monitoring the situation, formulating the views and improving the research methodologies. Additionally, it would broaden our knowledge and help to create new theories and practical recommendations for strategic international human resources management in MNC.
